A key challenge in managing innovation in international business education is the existence of attitudinal constraints towards workplace diversity. A favorable attitude towards diversity is critical in preparing students to participate in global workplace communities. In an earlier study, Divinagracia and Divinagracia (2011) identified diversity attitudinal differences on a sample of undergraduate Business School students in East Java, Indonesia. Using a diversity word-association instrument, students who were enrolled in the international management study program tend to rate workplace-diversity-associated words higher relative to others. Significant differences in mean ratings were found in 21 out of 35 words. Factor analysis revealed that words associated with attitudinal constraints were associated with behavioral reactions. This present study further revealed that attitudinal differences exist between groups of students who resided in Surabaya, Indonesia's second biggest city, compared to those who were raised in the suburbs and other islands. The results suggest that students, who grew up and were educated in a mega city where trade and international exchanges abound, were more supportive towards workplace diversity. It is a reflection that areas beyond the mega cities tend to provide lesser forms of inter-group contact to its residents. As a result, attitudinal constraints towards workplace diversity were manifested. Subsequent factor analysis further revealed that the students' top-rated diversity-inhibiting words were linked to behavioral reactions and judgments. International business education providers must therefore identify ways of improving the diversity attitudes of students using innovative learning types and tools.
Introduction
reported that workplace diversity has increasingly been a norm rather than an exception in business communities worldwide. Business schools have strived to adequately prepare students to function and succeed in a diversified work environment.
In a study conducted by Zhai and Scheer (2004) [2] , findings showed that students with a higher level of global perspective tended to have a more positive attitude towards diversity, or more specifically, cultural diversity. Although cultural diversity tended to focus more on ethnicity, the authors claimed that a favorable attitude towards cultural diversity is critical in preparing students to participate in global workplace communities [11] . A positive attitude towards cultural diversity may thus be considered as an antecedent towards expressed support for workplace diversity [12] . This paper, which is a part of a bigger and continuing study on international business education, seeks to examine the students' attitudinal constraints towards workplace diversity.
Methodology
Undergraduate students from the Management Study Program of the Business School who entered the university in Academic Year (AY) 2008-09, 2009-10, and 2010-11 were selected as respondents of the study. The university commenced operations in AY 2008-09.
Measures for determining attitudes towards diversity in the workplace were formulated using the study of DeMeuse and Hostager (2001) [3] and DeMeuse, Hostager and O'Neill (2006) [4] . Instead of categorizing individuals as diversity optimists, realists, and pessimists, this study asked the respondents to associate themselves with seventy (70) words on workplace diversity using a 6-point scale [13] . For example, a rating of '1' means that a particular word is extremely not associated with the respondent whereas a rating of '6' means that the respondent extremely associates himself/ herself with the word.
The research instrument was prepared in two languages, namely: English and Indonesian. They were subjected to reliability tests and were subsequently improved. The research instrument was administered to the students, according to their class section. Field editing was done to ensure that all items were completely answered. Descriptive statistics and appropriate multivariate statistical analysis were employed using the study's objectives as a guide.
Results
There were 194 students from the University's Management Study Program who submitted their responses to the research team. This represents a response rate of 88%. Results were likewise supported by a Cronbach reliability value of 0.933. Approximately 25% of them are planning to pursue careers in international business around and beyond Asia. It is also interesting to note (in Table 1 ) that roughly 50% of the students have resided and have been educated in the city of Surabaya (i.e. Indonesia's second biggest city) since their formative years.
Development planners have considered Surabaya as the local and international trade gateway to and from Eastern Indonesia. The city has long been recognized as an international trading hub, home to numerous global firms, and a major education center outside the capital city of Jakarta. Students from other towns and neighboring islands converge to Surabaya to seek self-employment/ employment pursuits; and to undertake formal education activities. Note: formal studies is defined as years spent from elementary to high school All students expressed support for workplace diversity based on their pro-diversity word association ratings (Tables 2a and 2b ). On the other hand, the students also associated themselves with a handful of diversity-inhibiting words. The words, "apprehensive" and "disagree" inhibit diversity, and received the highest word association ratings among the students especially among those who reside and have been educated outside Surabaya. Tables 2c and 2d showed that non-Surabaya residents have given higher ratings on 16 out of 35 diversity-inhibiting words relative to those residing from within the city. The diversity-inhibiting words that non-Surabaya residents uniquely associated themselves with include, "sacrifice", "anger", "fight", "fear", "stubbornness", and "sleeplessness". In the earlier study, the diversity-inhibiting words were "fight", "sacrifice", "apprehensive", "liability", regulations", "rivalry", and "sleeplessness". The top diversity-inhibiting words common to both students are "sacrifice", "fight", and "sleeplessness". Furthermore, there were 8 diversity-inhibiting words that non-Surabaya residents rated higher and statistically different from Surabaya city residents. Two of these eight words stand-out in terms of high association rating values. These are "sacrifice" and "fight" (refer to Table 3 below). Factor analysis further revealed that the diversity-inhibiting words, "sacrifice" and "fight", again appeared as part of Factor 1 (refer to Table 4 ). The word "fight" was likewise included in the factor analysis results of the earlier study. As can be seen in Table 5 , the 14 words that did not support workplace diversity can be categorized using the dimensions that were earlier reported by DeMeuse, Hostager and O'Neill (2006) [4] . These dimensions are:
Personal consequences Judgments Behavioral reactions Emotional reactions Organizational Outcomes Table 5 also revealed that 7 of the 14 words that inhibit workplace diversity contributed to at least 33% of the explained variance. This means that any changes in the students' attitudinal constraints can be greatly attributed to these words. These words belonged under the dimensions, Judgments Behavioral reactions
Discussion
Compared to the earlier study, the results of this study continued to show that undergraduate students in the Management Study Program of a private university in East Java, Indonesia manifested a generally favorable attitude towards diversity. This was manifested in terms of their association with a greater number of words that are more aligned to workplace diversity.
However, proper intervention is needed in addressing, among others, the students' negative behavioral reactions on workplace diversity. Such interventions can be in the form of diversity education and training. The design of diversity education and training can be based on the findings of DeMeuse, Hostager and O'Neill (2006) [5] who reported that diversity training can have a positive impact in improving the trainees' attitudes towards workplace diversity. The training, that they had provided, affected judgments and behavioral reactions the most.
There are two approaches on how diversity management training can be pursued from a cultural perspective. In their studies on local managers of global firms, Shimoni and Bergmann (2006) [6] argued that cultures hybridize as they flow from the global firm's home country to the countries of their international operations. The cultural hybridization approach views that cultures are reshaped through cross-cultural interactions. Individuals tend to "insert new meanings" into their own culture. Hybridization is produced in a "third space" where distinctions between two or more cultures are being redefined. Cultural boundaries, however, do not disappear. They are just reconstructed. On the contrary, the multicultural approach views cultures as having fixed borders. This means that intercultural differences are to be expected and are pervasive. Communication and cross-cultural understanding are ways that can be used to bridge the cultural divide. Moreover, Egan and Bendick (2008) [7] suggested that IB education must also recognize the "within-country heterogeneity" of cultures, and should refrain from reducing "national cultures into a smaller number of universal dimensions". Avery and Thomas (2004) [8] had earlier summarized the various learning types and tools to provide diversity management competency. It is important for IB education to remember that these types and tools recognize the use of both inter-group contact (e.g. hands-on learning in diverse environments) and diversity content (e.g. completion of a diversity course or a set of courses).
Conclusion
Although a generally favorable attitude towards workplace diversity was manifested by the student respondents of this study, results showed that students who were raised and studied in a place where trade and international exchanges abound benefited from possible inter-group diversity contact experiences. They clearly associated themselves with words that support workplace diversity. On the contrary, those who grew up in the suburbs and areas far from the mega city need diversity training. The top-rated diversity-inhibiting words that they associated themselves are aligned with dimensions called behavioral reactions and judgments.
The challenge for international business educators is for them to identify ways of improving the diversity attitudes of students using innovative learning types and tools. For example, as cited in the earlier study, a participative and empowerment-based diversity training and development method was found to generate positive impact to the participants (Sippola, 2007) [9] . The method was able to enhance the knowledge and awareness of multicultural issues to a majority of individuals; and in the process, improved their attitude towards multiculturalism.
Since the current and previous studies identified diversity-inhibiting words associated with behavioral reactions and judgments, it would be beneficial to follow the advice of Kulik and Roberson (2008) [10] . After assessing the effectiveness of various diversity training and education initiatives in universities and industries, Kulik and Roberson found out that diversity education was effective but the effects were observed only in two learning outcomes, namely, knowledge and attitudes. There were hardly any observations on the effects of diversity training and education efforts on skill and behavioral learning (e.g. how diversity training and education affect outcomes, and how a difference in education processes affect outcomes).
Limitations of the Paper
This paper is a work in progress. Using a bigger sample size compared to the earlier study, it was able to reveal attitudinal differences between groups of respondents who were raised in different diversity environments. Moreover, it confirmed the existence of diversity-inhibiting words that were associated with behavioral reactions and judgments. Much, however, remains to be done in determining the changes in attitudes, diversity knowledge, competencies, and behaviors of students. Moreover, the analysis of attitudes has not taken into account differences between genders and the respondents' other demographic backgrounds.
Implications to Managing Innovation in Business Education
Despite its limitations, the study revealed that differences thus exist in the attitudes between groups of undergraduate students who were reared in different environments (i.e. those who were raised in a mega city and those who grew up in the suburbs and other areas). Diversity education and training efforts must be stepped up for students who originated from outside the mega city.
